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EXIT INTERVIEWS: AN UNDERUSED TOOL 
FOR PROTECTING YOUR COMPANY
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Who should be interviewed?
   The normal target group of 
exit interviews is employees who 
voluntarily resign.  Some employers 
limit exit interviews to departing 
management, supervisory, sales, and 
technical employees.  The value of 
exit interviews with those employees 
is perhaps higher, but much can be 
learned from exit interviews with 
employees at all levels.

   A policy of interviewing departing 
employees from lower-skilled and 
lower-paid positions often turns up 
problems in the quality of supervision 
or communications and in the 
competitiveness of the company’s pay 
and benefits.  You also need to impart 
certain information to employees 
who are involuntarily terminated, so 
some form of discussion with them is 
important even if it isn’t a full-blown 
exit interview.
 
Preparing for the exit interview
   It should be your general policy 
to conduct exit interviews.  Each 
interview should be scheduled 
promptly after the employee gives 
notice of her departure.  

   Work in the western North Dakota Bakken oil formation pays premium 
wages for even entry-level positions.  As a result of the oil boom, many North 
Dakota employers are dealing with a labor shortage as their employees and the 
pool of available workers respond to the lure of greener grass and higher wages.  
A recent article in the Bismarck Tribune summed up one employer’s problem:  
“He used to have four or five applicants for an opening.  Now he is lucky if he 
gets one applicant for four or five openings.”

   As a result of the labor shortage, existing employees, particularly HR 
professionals, are expected to do more with less.  These are challenging times, 
with fewer resources available to strengthen the quality and longevity of the 
workforce.  Exit interviews represent an effective and inexpensive, albeit little-
used, tool for spotting and fixing problems before they turn into litigation.

Living with and learning from job mobility
   The degree of job mobility in North Dakota and the United States is 
unequaled.  We live in a society where the legal norm is employment 
at will, which creates freedom both for the employee to change jobs 
frequently and for the employer to change the people who fill its jobs 
whenever necessary.

   The economy benefits from that mobility, but it comes with some costs 
to employers.  Whenever an employee quits a job, the employer loses 
the cost of her recruitment and training plus her institutional memory 
and the skills she has gained on the job.  A replacement employee will 
have to be trained.  In some cases, an employee who departs represents a 
threat that the company’s trade secrets will be disclosed or misused or that 
customer relationships the employer paid him to develop will be exploited 
unfairly.

   Exit interviews are structured discussions an employer routinely has 
with employees who voluntarily leave the company.  They serve several 
important functions:  They provide a way for the employee to gain 
some closure and for you to ensure a better relationship with the 
employee in the future.  They provide a critical problem-spotting 
device for you.  They provide a way to discuss the employee’s 
future plans – where he plans to work, in what capacity, and for 
what pay and benefits.  Finally, they provide a way to remind the 
employee of his obligations to protect the confidentiality of your 
information and comply with any restrictive covenants.
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When the employee expects an interview, she can prepare what comments to make and what questions to ask.

   Likewise, the interviewer can prepare in advance a general outline of the topics to be covered.  Before the interview, 
the interviewer should review the employee’s job functions, work history, compensation history, and any applicable 
employment contract or noncompetition agreement.  The interviewer also should be ready to discuss payment of accrued 
benefits, insurance issues, and COBRA.

Last chance to connect with employee
   An employee who departs voluntarily may return someday, refer your company to other potential employees or 
customers, become employed by a customer, or become a customer himself.  Consequently, a departing employee should 
be regarded as a business asset.  The exit interview may be your last chance to create a positive bond with the employee.

   A departing employee often just wants someone to listen, while in other cases he needs to vent.  The exit interviewer 
needs to perform the role of fact gatherer and objective listener.  In a surprising number of cases, it’s possible to persuade 
an employee not to leave once it becomes clear why he has decided to move on.

What to ask and listen for
Here are some useful exit interview questions:

• Why have you decided to leave?
• What could we have done early on to prevent this situation?
• What could we have done to make the company a better place to work?
• How would you rate supervision at our company?
• How would you rate communications and feedback at our company?
• Did you have everything you needed to do a good job?
• Do you plan to continue working?
• If so, where?  In what job?
• What will your duties and responsibilities be?
• What will your compensation and benefits be?
• What are they offering that we aren’t?
• While you were here, were you treated with respect?
• Would you consider returning to work for us if the situation were right?

   A careful interviewer will focus on comments and suggestions that should be followed up on.  Comments about 
supervisory treatment and respect are particularly important.  In some cases, employees will depart because of 
discrimination or harassment by supervisors or coworkers that can present legal liability for the employer unless it’s 
addressed.  Comments about compensation and benefits with the new employer will provide insight into your company’s 
competitive position in the marketplace.

Following up on exit interviews
   Whenever information suggesting harassment, ethical violations, or unlawful activity is developed in an exit interview, 
you must immediately report the situation to management and conduct a follow-up inquiry.  Even if an employee wants 
her comments about harassment to remain confidential, the company has a legal obligation to investigate and take prompt 
remedial action.

Takeaways
   Exit interviews are an inexpensive, effective way to allow departing employees to voice concerns about their conditions of 
employment, and they may head off litigation.  For North Dakota employers facing a labor shortage, exit interviews serve 
two important purposes:  1) They are a tool to evaluate your company against other employers in the marketplace, and 
(2) they can be used to invite departing employees to come back to work if the grass isn’t quite as green somewhere else.  
Reprinted courtesy of the North Dakota Employment Law Letter.  For subscription information, please call 800-274-6774 
or click to www.HRhero.com.
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   As I write this, the political advertising media blitz for 
2014’s general election is rounding into full cry.  As you 
read this, the first Tuesday in November will be drawing 
nigh and not a moment too soon – we will most likely be 
at or near saturation point with regard to the marketing 
of the candidates.  If all data we needed to be informed 
voters were being transmitted to our passive receptors 
as we watched television, listened to the radio, noted 
billboards and yard signs in passing or scanned print ads, 
we’d be set.  

   More likely, however, the views of candidates regarding 
issues of specific concern to local government in 
North Dakota live a little deeper.  Given the increasing 
importance of each passing year to the ability of local 
governments to provide the services so necessary to 
our continuing growth, we need to perform our “due 
diligence” as electors so that we have an idea what to 
expect when January, 2015 rolls around.  I encourage you 
to take advantage of news profiles, interviews, forums and 
even conversations with the candidates themselves to help 
decide who is best suited to carry on this important work.

   Last, but certainly not least, thanks to all who have 
tossed their hat into the ring.  Campaigns take a great deal 
of personal time and effort with no guaranty of result – all 
who stand for election perform a valuable public service.  
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  The operating ratio shown above is the sum 
of NDIRF’s loss and expense ratio less the 
investment income ratio.  The operating ratio 
is a measure of NDIRF’s profitability and is the 
principal determinant of the Fund’s financial 
solvency and stability.  A ratio less than 100% 
means that a company is profitable and the 
lower the ratio the more profitable a company is. 
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   Our members’ operations include any number of occasions where there may be property of others being present on your 
premises.  This property could include:
• Officials’, employees’, or the general public’s personal property seasonally stored. This could include camper trailers, 

boats or other vehicles.
• Employees’, students’ or the general public’s personal autos or equipment on premises for repair or maintenance.
• Property of others that has been seized or impounded.
• Parking lots for which a charge is made for parking. 
• Property of others held for temporary storage, such as a coat room.
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     Your duty to protect the property of others in your care, custody, or control can vary significantly depending on the 
circumstance. The NDIRF’s liability coverage, because of its limited scope for damage to property in your care, custody, or 
control, may not meet all your entity’s needs. The NDIRF’s property damage coverage to personal property in your care, 
custody, or control is limited to $2,500 and this excludes coverage for autos. The only exception is for personal property 
taken for official use in an emergency situation, then coverage is limited to the General Liability Memorandum of Coverage 
limit of liability. If you have property of others in your care, custody, or control in excess of $2,500, you need to determine 
an additional approach to use for protecting your entity’s liability. 

      How can you to handle these situations? The NDIRF has coverage available to meet your needs under any of these 
situations. However, in an attempt to keep our members’ coverage costs low, we advise the use of hold harmless agreements 
and waivers of subrogation to avoid liability for damage to property in your care, custody, or control.

     Generally, for property to be in your care, custody, or control, you must have taken control of the property by having 
it directly turned over to you or by seizing the property. Property left on your premises, unannounced to you, is not 
considered to be in your care, custody or control and therefore you are not liable for damage.  If you have any of the 
exposures discussed, please contact your local agent to determine your possible additional coverage needs.
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   Bruce Strinden was appointed to the NDIRF Board of 
Directors in December, 2012, and elected by the NDIRF’s county 
members to a full term in May, 2013.  He is a Morton County 
commissioner and also currently serves as vice-president of the 
North Dakota County Commissioners Association Board of 
Directors. 

   Mr. Strinden is a lifelong North Dakota resident (except for his 
time in military service), born in Valley City and raised in 
Litchville.  Bruce attended Concordia College and Valley City 
State University, earning a degree in education, and has for the 

past 24 years been an account executive with Newman Signs, Inc. 

   Bruce is a proud parent of two adult sons and stays busy with seven 
grandchildren.  He and his wife, Lauren, executive assistant to Gov. 
Jack Dalrymple, enjoy raising and riding horses, outdoor activities and 
family time on their ranch outside Mandan.

   In his role as a county commissioner, Bruce became familiar with 
the NDIRF and describes the relationship between the company and 
its members as “NDIRF does much to offer comfort and security to 
political subdivisions in terms of both coverage and support.”  Looking 
to the future, he says “As our state population continues to grow, I 
envision NDIRF will play an even larger role in programming to 
minimize risks.”

MEET YOUR BOARD Mark Your
ALENDARC

Oct 
12-14: ND Association of Counties 

Annual Conference & Expo   
Ramkota Inn, Bismarck 

23-24: ND School Boards  Association       
Annual Convention,
Ramkota Inn, Bismarck

Dec  
       4:    NDIRF Board of Directors Meeting

NDIRF	offices,	Bismarck		




